Purpose -The purpose of this paper is to examine the extent to which the constructs of professionalism (Hall, 1968), rewards (Bartol, 1979) and job satisfaction (Stamps and Piedmonte, 1986; Hampton and Hampton, 2004) can be used as valid predictors of organizational commitment (Porter et al., 1974) in an emerging economy context. Design/methodology/approach -Using pre-existing scales for these constructs, the authors collected data from 277 ICPAU licensees' and carried out a factor analysis to examine their validity. Given the relevance of the organizational-professional conflict (OPC) debate to performance in public and private sector organizations, the authors use ANOVA to assess whether there are significant differences between CPAs in the private and public sectors. We also develop a structural equation model to assess the extent to which organizational commitment can be explained by professionalism, rewards and job satisfaction. Findings -The findings show that the four scales can be used as valid measures in an emerging market environment, albeit with some modifications. The correlations between the study variables are significant ( po0.01) but weak. There are also no significant differences between the scores of private and public sector Certified Public Accountant (CPAs) on professionalism, rewards and organizational commitment. However, there is significantly lower job satisfaction amongst CPAs employed in the public sector. The authors also find that job satisfaction is the best predictor of organizational commitment. Professionalism and rewards are weak predictors of organizational commitment. The fitted model shows that there is a weak fit between organizational commitment and professionalism, rewards and job satisfaction (GFI ¼ 0.86, RMSEA ¼ 0.086). Originality/value -The authors modify the extant measurement scales for use in emerging market conditions and show that with some adjustment, they are robust measures of the study variables. The paper also extends the organizational commitment (OC) debate to emerging market conditions and shows that rewards on their own are not enough to ensure organizational commitment amongst professionals. It is important to improve job satisfaction through more enriching work experience.
Introduction
Prior to 1992, the practice of accountancy in Uganda was not regulated by statute. After the enactment of the Accountants Statute (1992) , the Institute of Certified Public Accountants of Uganda (ICPAU) was set up to regulate and licence practitioners of accountancy (Sejjaaka, 2005) . The establishment of the ICPAU meant that going forward, no person would be allowed to let out and practice as a Certified Public Accountant (CPA) unless they had a recognized professional qualification and practicing licence. Licensing was to be based on the recognition of existing international qualifications such as those offered by recognized supervisory bodies (RSBs) in England,
The context of accounting in Uganda
Uganda is a medium-sized country in East Africa and until 1962 was a British protectorate. The current population is estimated at about 34.5 million people (according to the United Nations Development Program) but with a growth rate of 3.2 per cent -one of the highest in the world. The country's recent history is characterized by civil wars and political unrest, which constrained development of the economy and robust civil structures including the profession. The economy is agro-based with agriculture employing at least 80 per cent of the population even though its contribution to GDP has been shrinking as other areas develop. With a per capita income of US$523 (2009) it is classified as a low-income country with relatively high levels of poverty and donor dependence (human development index ¼ 0.446 or 161 out of 187 ranked countries). The country suffers from gross economic mismanagement, despite its potential to be the breadbasket of the region, and corruption is a key facet of most public and private transactions.
Until about 1990, there were no more than 20 professionally affiliated/qualified accountants (World Bank, 2005) but the profession has grown to approximately 2,500 qualified accountants at present (2012) . About 80 per cent qualified in the past ten years. An estimated 6,000-7,000 students are presently studying towards professional accounting qualifications. With strong prospects of economic growth following the discovery of oil deposits, and attendant investment in social services, it is expected the number of qualified accountants will continue to rise. However, there are high levels of unemployment/underemployment and the lack of financial depth in the economy also restricts the areas of practice. Because of the existence of many growth areas in the economy and the practice, accountants and auditors have to play a key role in providing professional oversight (Okike, 2004) . Also, given the state of the business environment and low level of public confidence, it is important that professionalism is encouraged to spur investment.
Literature review
Professionals have long sought to be identified as a distinct group in possession of a specific set of skills and practices. According to Lee (1994) , a profession can be characterized as an institutionally-based occupation which uses various explicit characteristics, traits and situations as strategic resources to advance its claim to selfregulate its activities and exercise market control over its services. Of particular strategic concern to a profession in this process is the need to demonstrate publicly the existence of a credible body of knowledge underlying its members' practices, but without revealing sufficient detail to permit access to it by non-members.
Society also grants power and prestige to professions because they possess a verifiable knowledge set, which is linked to the central needs and values of the social system according to classical sociological theory (Aranya et al., 1981) . The accounting profession is set apart from others in that public practice is primarily expected to serve the interests of third parties and the accountant is often faced with conflicting demands and responsibilities. Because of these conflicting demands and responsibilities, CPAs have always sought to operate within a rigorously regulated framework as one of the ways of countering the expectations gap (Hooks, 1992; Lee, 1994) . It is therefore not surprising that the ICPAU sought, in its formative stages, to create a structured framework for the profession.
Structural attributes lead to the creation of the profession and include entrance requirements, formal education, mandatory skill development and licensing or certification. On the other hand, professionalism is the attitudinal component, or behavioural dimension, that conditions how individuals think about, believe in and behave towards their occupation or profession, including a sense of calling, job autonomy and commitment to professional associations (Hall, 1968; Hampton and Hampton, 2004) . Hall (1968) developed a professionalism scale for the study of attitudes, which included five characteristics of professionals. These are professional community affiliation; social obligation; belief in self-regulation; professional dedication; and autonomy demands. These have been widely applied in the study of professional attitudes in western cultures (developed economies) but it is not clear to what extent they can be used to assess the same traits in emerging markets.
Organizational commitment refers to the relative strength of identification with and involvement in a particular organization, as well as the willingness to exert effort on its behalf (Aranya and Ferris, 1984) . It also connotes a propensity to remain in the organization and involves identification with the organization; involvement in the organizational work roles; affective regard to the organization; willingness to exert effort; and desire to remain in the organization. These constructs are both behavioural and attitudinal and may also describe professional commitment (see Aranya et al., 1981; Shafer et al., 2002; Suddaby et al., 2009) . As in the case of professionalism, Porter et al.'s (1974) scale has become a standard tool for the assessment of organizational commitment. The importance of organizational commitment derives from the need to extract the highest level of performance from employees in a very competitive environment and to prevent frequent employee turnover, which disrupts organizational routines.
In the absence of professionalism, it is assumed that there are lower levels of job satisfaction and organizational commitment. The traditional view of professionalism and organizational commitment is that individuals have to choose one over the other. The evidence, however, has been conflicting; with some findings suggesting that organizational and professional norms and values may be inherently incompatible. Other scholars have found that the organizational-professional relationship fundamentally need not be incompatible (see Aranya and Ferris, 1984; Suddaby et al., 2009) . These conflicting views and findings have led to the recognition of an organizational-professional conflict, which has been widely examined in the extant literature. Wallace (1995) summarizes the potential problem of the organizational-professionalconflict (OPC) debate in two competing theories. The "proletarianization" thesis argues that professionals and bureaucracies exemplify two contradictory models of work. The idealized professional model is one in which individuals are assumed to have the necessary knowledge and skills to perform their work. They are also accorded the discretion to determine how and when work will be accomplished. The bureaucratic model, by contrast, holds efficiency as the primary goal and that individual discretion is compromised by organizational controls that seek to establish work routine, by partitioning work into components consisting of highly specialized and formalized role structures. The "proletarianization" thesis assumes that bureaucratic work environments erode professional values and hence lead to reduced organizational commitment.
The alternative view is called the adaptation thesis. It argues that professionals have been able to adjust to work in large organizations by erecting barriers around professional departments that protect them from organizational controls. This is done through the use of "Chinese walls" that ring fence certain activities, thereby preserving professional norms and values. Under this view there is no inherent conflict between profession and bureaucracy. On the basis of the foregoing arguments, we could suppose that while there may be a relationship between professionalism and organizational commitment, that relationship may not be significant. Most quantitative research seems to support the adaptive view while ethnographic studies tend to support the "proletarianization" view (Suddaby et al., 2009) .
The notion of OPC has also been attributed to the accountant's turnover intention and level of job satisfaction, but this has not been well established in the literature. OPC stems from the use of control systems in organizations while the professional's behaviour is presumably dictated by a code of ethics, which is established and monitored by an external collegial peer group. If organizationally directed behaviour is consistent with that specified by the ethical code, conflict should not arise (Aranya and Ferris, 1984) . If these two sets of behaviour do not coincide, the professional may be faced with a conflict between organizational and professional loyalties. The potential outcomes of this conflict may include reduced job satisfaction and hence lower performance. Job satisfaction includes pay, tasks performed, organizational policies and interaction with co-workers. Job satisfaction is important because satisfied employees are more likely to deliver better service and generally exhibit a higher level of productivity (Hartline and Ferrel, 1996) . Shafer et al. (2002) report that individuals who perceived higher levels of OPC were less committed to the organization, had lower levels of job satisfaction and higher turnover intentions.
The above arguments appear logical where the professional is assumed to be willing to adhere to professional ethics and where the implementation of a turnover intention will result in a positive outcome, i.e. immediate redeployment in a more ethically In emerging markets, the prospects of immediate re-employment are uncertain and there is also a high level of unethical practices because of the existence of rent seeking opportunities. It would therefore be interesting to examine the extent to which professionals in an emerging market context perceive their professional-organization relationship, because commitment to the profession and the organization may not be mutually exclusive (Aranya et al., 1981) . Hampton and Hampton (2004) have hypothesized that there is a relationship between rewards, professionalism and job satisfaction. They argue that education, training and socialization create a special status for professionals. Because professionals have specialized knowledge and skills, organizations are encouraged to establish a rewards system that enhances professionalism. Organizations that create systems that reward professional behaviour should also expect job satisfaction to be enhanced. Suddaby et al. (2009) show that accountants in higher ranks tend to identify more with commercialistic values because of the demands placed on them by their positions. Indeed one of the reasons professional associations are encouraged by peers is their ability to enable them promote rent-seeking practices/behaviour. Thus belonging to a profession confers certain privileges that would not be available in the alternative condition. Being a qualified and licensed accountant confers the ability to command higher wages but in an emerging market context, this may not be pursued with an appropriate show of fiduciary responsibility. Indeed, several cases of financial misreporting and defalcation involving qualified accountants are reported regularly by the Office of the Auditor General. This would also imply a reversed direction between rewards and professionalism, i.e. that the more experienced (and presumably more professionalized) accountants become, the more likely they are to desire better paying jobs (rewards). In an environment where there is a scarcity of skilled professionals and high social and economic deprivation this is likely to be true. Thus professionalism would appear to drive rewards, rather than rewards driving professionalism.
Rewards are, however, a very complex matter. According to Ros et al. (1999) , rewards maybe extrinsic or intrinsic, in which case it is difficult to impute that specific types of rewards on their own, lead to job satisfaction. Those who seek intrinsic rewards are more likely to be professionally oriented while those who seek extrinsic rewards may be more bureaucratically oriented (see Sejjaaka, 2010) . Bartol (1979) developed a reward system involving selected features of the professional practice model. He argued that rewards encouraged such activities like continuous education, independent work, quality work and membership and participation in professional associations.
Because there are no previous studies of the applicability of the scales in our conceptual framework in emerging markets, we examine the extent to which these scales can be used as valid measures of professionalism rewards, job satisfaction and organizational commitment in the Ugandan context: P1. The conceptualized dimensions`professionalism (Hall, 1968) , rewards (Bartol, 1979) , job satisfaction (Stamps and Piedmonte, 1986; Hampton and Hampton, 2004) 138 JAEE 4,2 and organizational commitment (Porter et al., 1974) scales provide valid and reliable measures of these constructs in an emerging economy context.
From the foregoing discussion, we also develop the following hypotheses:
H1. Professionalism is positively related to organizational commitment.
H2. Professionalism is positively related to job satisfaction.
H3. Job satisfaction is positively related to organizational commitment.
H4. Professionalism and rewards are positively related.
H5. Rewards are positively related to job satisfaction.
H6.
Rewards are positively related to organizational commitment.
A recurring theme in the process of professionalization is the issue of professional commitment (Aranya et al., 1981) . The argument is that because accountants espouse professional values, they would be less inclined to accept situations that support misuse of accounting principles. Such individuals would consider it essential to work within a framework that enables them to be autonomous and independent. Through their professionalism, the rewards that they command and their level of job satisfaction, they would therefore tend to be more committed regardless of the size and nature of the organization. On a balance of the evidence, while the creation of a regulatory framework may have increased the levels of professional commitment, it is not clear how this relates to organizational commitment, especially where bureaucratic demands outweigh professional considerations. In Uganda, which is a typical example of a nascent market, instances of low professional commitment have been regularly reported, especially in the public sector. These have been followed by court action and in two cases, there have been convictions of the culprits (Anyoli and Osike, 2008; Mugisa et al., 2011) , implying reduced organizational commitment despite the presence of regulation. The distinctive extent of bureaucratization in the public sector may have an adverse effect on perceptions of professionalism; rewards job satisfaction, and organizational commitment. On the other hand these variables may not be good predictors of organizational commitment (see Hampton and Hampton, 2004) . To test these relationships, we develop the following hypotheses, H7, H8a and H8b:
H7. There is no significant difference between private and public sector perceptions in respect to professionalism, rewards, job satisfaction and organizational commitment.
H8a. Professionalism, rewards, and job satisfaction are significant predictors of organizational commitment.
H8b. The latent variables professionalism, rewards and job satisfaction are correlated antecedents of the latent variable, organizational commitment.
The foregoing hypotheses are illustrated in the following conceptual framework, which has been adapted from Hampton and Hampton (2004) (Figure 1 ).
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Methodology
The study involved a survey of accountants (CPAs) with professional affiliation in Uganda. Convenience sampling was used to contact 547 members of the ICPAU, based on the 2008 register (815 members). Completed questionnaires were received from 277 CPAs, representing a 51 per cent response rate. Table I provides a profile of the respondents, including their professional qualifications (recognized supervisory body) and organizational category. Of the 277 responses received, 41.2 per cent were from accountants in the public sector and the rest were employed in the private sector.
Data collection instrument
The data collection instrument was derived from instruments that have been used in previous studies, and were found to be fairly robust in respect of validity and reliability (Hall, 1968; Porter et al., 1974; Aranya and Ferris, 1984; Hampton and Hampton, 2004) . All the scales were reviewed for appropriateness and relevance in an emerging economy context and modified accordingly. They were then pretested using a sample of 40 respondents to confirm their relevance and understandability. After the pretest, the scales were adjusted to a seven-point Likert scale to increase variability.
Professionalism scale
Hall's (1968) scale is widely recognized as a measure of professionalism in organizations and across professions (see Suddaby et al., 2009 , for a review). The scale has been used in accountancy and auditing, medicine and other professions as a standard scale. This scale consists of five factors: belief in self-regulation, belief in public service, professional association as referent, autonomy and sense of calling to the profession. The original scale consisted of 50 dimensions but has over time been pared to 25 items capturing the same five factors. In this study, we adopt the version used by Hampton and Hampton (2004) , which loaded 17 factors.
Rewards scale
The rewards scale was adopted from Bartol (1979) inwards and rewards outwards), which were reduced to eight to avoid repetitiveness, which was identified in one of the items. The items were adapted to a seven-point Likert scale ranging from 1 ¼ no weight to 7 ¼ considerable weight.
Job satisfaction scale Consistent with Hampton and Hampton (2004) , the job satisfaction scale used in the study was an adaptation of the version of Stamps and Piedmonte (1986) . The scale consisted of seven constructs, which included pay, supervisor-supervisee interaction, professional status, job requirements, autonomy, organization politics and procedures and professional-manager interaction.
Organizational commitment scale
The organizational commitment scale was adapted from Porter et al. (1974) and Aranya and Ferris (1984) and consists of 15 items which were also analysed on a seven-point Likert scale ranging from strongly disagree (1) to strongly agree (7). The scale has been widely used in the study of professional and organizational commitment. Its use in this context also enables close comparison with responses from Hall's (1968) professionalism scale. Data analysis The analysis of findings was based on P1 and hypotheses derived from the literature review. P1 was tested using the Kaiser-Meyer-Olkin (KMO) and Cronbach's a tests. The method of factoring was principal component analysis (PCA) with varimax rotation. Factor extraction was done using PCA, based on Kaiser's criterion (eigenvalue rule) where by only factors with an eigenvalue of 1.0 or more are retained. In addition, Cattell's scree tests were also performed, where by all factors above the elbow, or break in the plot, are retained because they contribute most to the explanation of the variance in the data set (Cattell, 1966) . Both the KMO eigenvalue rule and Cattell's scree plot test are criticized as tending to overestimate the number of components (Hubbard and Allen, 1987; Zwick and Velicer, 1986) . To overcome this criticism, Horn's, (1965) parallel analysis was also performed using Monte Carlo PCA for parallel analysis -developed by Watkins (2000) . The parallel analysis approach is put forward as the most accurate to identify the correct number of components to retain in a factor analysis. It involves comparing the size of eigenvalues with those obtained from randomly generated data set of the same size. Only those eigenvalues that exceed the corresponding values from the random data set (parallel analysis) are retained (Pallant, 2007) . There is no agreement amongst scholars concerning how large the sample should be for a factor analysis. The recommendation is that the larger the sample, the better because in small samples, the correlation coefficients among variables are less reliable and tend to vary from sample to sample (Pallant, 2007) . According to Stevens (1996, p. 372 ) factor analysis sample size requirements advocated by researchers have been reducing over the years as more research is being done on the topic. We consider our data of 277 respondents to be meeting the minimum sample size requirements for factor analysis. This is because, scholars like Nunnally (1978) recommend a 10 to 1 ratio; that is, ten cases for each item to be factor analysed while others suggest that five cases for each item are adequate in most cases (Tabachnick and Fidell, 2007) .
Further, Tabachnick and Fidell (2007) recommend an inspection of the correlation matrix for evidence of coefficients 40.3. If few correlations above 0.3 level are found, then factor analysis may not be appropriate. Inspection of the correlation matrices for all the four scales (professionalism; reward; job satisfaction and organization commitment) revealed the presence of many coefficients of 0.3 and above in each of the scales indicating suitability of factor analysis.
Prior to carrying out tests of hypotheses data was first checked for normality in order to determine the applicability of parametric tests. This was done first by use of graphical representations, i.e. the histogram and the normal probability Q-Q plots. In addition the Kolmogorov-Smirnov (K-S) statistic test for normality was also carried out. For the K-S test, a significant value (sig. o0.05) indicates a deviation from normality (Field, 2009) . The professionalism, D(277) ¼ 0.06, po0.05, and the rewards scores D(277) ¼ 0.15, po0.001, were both significantly non-normal. While the job satisfaction, D(277) ¼ 0.04, p40.05 and the organization commitment scores D(277) ¼ 0.05, p40.05 were both normal. The graphical tests were in line with K-S test statistics conclusion and it was therefore decided to use a non-parametric test for the correlations. The eight hypotheses, derived from the literature review (Hampton and Hampton, 2004; Aranya and Ferris, 1984) were thus tested using Spearman's rank correlation and analysis of variance (ANOVA). H8 was tested at two levels. The first level involved linear regression of the constructs while the second level involved use of structural equation analysis. Table II shows the mean scores of the various constructs of the study variables. Professionalism consists of five constructs with belief in public service having the highest score (X ¼ 5.63, s ¼ 1.44) and belief in self-regulation having the lowest (X ¼ 4.34, s ¼ 1.44). Rewards consists of two components, which are rated about the same while job satisfaction has four components. Out of the four, pay has the lowest score (X ¼ 3.43, s ¼ 1.36). In the case of organizational commitment, propensity to stay had the lowest score (X ¼ 3.41, s ¼ 1.29).
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Findings and discussion
In the case of the global variables (based on all sub-scales), the mean scores for all the variables were above the median (3.5) but job satisfaction had the lowest mean score and standard deviation (X ¼ 4.20, s ¼ 0.79). Rewards had the highest mean score and standard deviation (X ¼ 5.92, s ¼ 1.02). The data shows that job satisfaction and organizational commitment are perceived as low relative to professionalism and rewards. This implies a potential OPC conflict, which, however, is not the subject of this discussion:
P1. Tests of factorability, validity and reliability.
Factor analysis based on (principal components) and Cronbach's a were used to test P1 which examined the validity and reliability of the scales as measures of the study constructs. Prior to performing the PCA for all the four scales (professionalism; reward; job satisfaction; and organizational commitment), the suitability of the data for factor analysis was assessed. This was determined based on sample size adequacy, the KMO and Bartlett tests.
The results in Table III (Bartlett, 1954) in all scales reached statistical significance ( po0.05) (significant value was 0.000 for each scale). Collectively, these results support the factorability of the correlation matrices. To determine the internal consistency (reliability) of the four scales (professionalism, rewards, job satisfaction and organizational commitment) we computed Cronbach's a coefficients for the four study variables. Scholars like Nunnally (1978) and DeVellis (2003) recommend a Cronbach a value for a scale above 0.7. The standardized Cronbach a coefficients for all the scales, were all found to be above 0.7
The factor analysis of the 17 original items of the professionalism scale, using varimax rotation revealed the presence of five components with eigenvalues exceeding 1, explaining 26.7, 12.7, 9.7, 7.7 and 7.1 per cent, respectively (cumulative 63.9 per cent of the variance). An inspection of the scree plot revealed a clear break after the fifth component. Using Cattell's (1996) scree test, we found support for the retention of the five factors originally proposed by Hall (1968) . However, the sub-scale"professional associations as referent" in the professionalism scale used by Hampton and Hampton (2004) disappeared, a new sub-scale which we call "information asymmetry" and is unique to this study, was revealed from the data. This sub-scale appears to emphasize the absence of transparent mechanisms for assessing competence but with a strong sense of collegialism. This is especially true in the public sector where distinction and promotion are often based on time served and "connectedness" rather than competence. There is also inference of low emphasis on new trends in the practice through cutting edge knowledge, since practice is driven more by national law and regulation.
The number of scale items also reduced to 15. Two items were eliminated because they loaded highly on two subscales. All 15 items retained loaded 0.40 or higher on the five subscales of professionalism factors(belief in public service, sense of calling to the profession, belief in self-regulation, autonomy and information asymmetry).
For the rewards scale, factor analysis revealed the presence of two components with eigenvalues exceeding 1, explaining 53.9 and 14.7 per cent, respectively (cumulatively explaining a total of 68.5 per cent of the variance). An inspection of the scree plot revealed a clear break after the second component using Cattell's (1996) scree test. This supported the retention of two factors as all the eight items loaded on the two subscales with scores of 0.7 or higher for the rewards inwards and rewards outwards constructs.
While the factor analysis of job satisfaction revealed the presence of five components with eigenvalues exceeding 1, cumulatively explaining 53.2 per cent variance, the scree plot was ambiguous on the number of components to retain. Based on the results from Horn's parallel analysis, four components were retained, all with eigenvalues exceeding 1, explaining 24.6, 9.9, 8.6 and 5.2 per cent, respectively (a cumulative total of 48.5 per cent of the variance). Of the original 29 items, three items were eliminated on the basis of Horn's parallel analysis, six items were eliminated because they did not load on any of the subscales. All the 20 items retained loaded 0.5 or higher on the four subscales of job satisfaction revealed in the study (professional-manager interaction, pay, supervisorsupervisee interaction, job satisfaction). However, three sub-scales -professional status, autonomy and organization policies and procedures -identified by Stamps and Piedmonte's (1986) job satisfaction scale were not revealed by the factor analysis. Factor analysis of organizational commitment revealed the presence of three components with eigenvalues exceeding 1, explaining 34.8, 9.7 and 8.4 per cent, respectively (cumulatively explaining a total of 52.9 per cent of the variance). The scree plot and Horn's parallel analysis supported the retention of three components. Of the original 15 items, one item was eliminated because it did not load on any of the subscales, two were eliminated because they loaded highly on two subscales. All the 12 items retained loaded 0.5 or higher on the three subscales of organizational commitment revealed in the study(sense of belonging, goal congruence, and propensity to stay with organization). The modified scales are shown in Appendix 2 while the results of the factor analysis are shown in Appendix 3.
H1-H6
We test for association between the global variables using Spearman's rank correlation (also see Appendix 1 for correlation between variable constructs). We find that professionalism is positively associated with rewards, job satisfaction and organizational commitment ( p ¼ 0.000). Rewards are positively related to job satisfaction and organizational commitment ( p ¼ 0.000) and that job satisfaction is also positively related to organizational commitment ( p ¼ 0.000). The highest correlation is observed between rewards and job satisfaction (r ¼ 0.418) and job satisfaction and organizational commitment (r ¼ 0.389).
All the associations tested are significant but weak, implying that there may be alternative explanations of organizational commitment. One of these, as we have surmised elsewhere, could be the high level of unemployment among new accounting graduates. This may cause those who are employed to adopt a more pragmatically oriented attachment to their organizations other than professionalism or rewards. Thus it is possible that organizational commitment is also driven by the socio-economic context of the accounting professional. It is more socially desirable/expedient to remain employed than to act professionally. In a situation of OPC, the balance of probabilities would seem to err on the side of organizational conformance than professionalism (Table IV) . Wallace (1995) argued that proletarianization was a distinct possibility in large bureaucracies. Since the public sector in emerging economies constitutes the largest bureaucracy, we test for differences between private and public sector CPAs using H7. The descriptive statistics (Table V) show that while there is not much difference in the perceptions of the two groups (minimum and maximum scores), private sector CPAs' scores reflect more deviation than those of their counterparts in the public sector.
The ANOVA test (Table VI) confirms that there is no significant difference in the perceptions of the two groups in respect of professionalism, rewards and organizational commitment. However, we find that CPAs in private practice exhibit a higher level of job satisfaction than their counterparts in the public sector and this
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Accounting professionals in Uganda difference is significant (F ¼ 10.628, p ¼ 0.001). Despite job satisfaction reaching statistical significance, the actual difference in mean scores between the groups was quite small. The effect size, calculated usingZ squared, was 0.037. Thus while there are no significant differences in professionalism, the difference in job satisfaction seems to connote that CPAs in the public sector would be more inclined to practice elsewhere if their circumstances changed. This further confirms our nascent hypotheses that professionalism is subservient to organizational commitment in emerging market contexts. This finding also seems to support the proletarianization thesis (Wallace, 1995; Suddaby et al., 2009 ) regarding the impact of socialization practices or disciplinary requirements and the way they tend to align professional and organizational goals in a manner that constrains professional judgement. Rewards for professionals in the public sector are also comparatively lower than those of their counterparts in the private sector, and this may result in reduced job satisfaction, despite the two sets of professionals exhibiting similar levels of organizational commitment.
Lastly, hierarchical multiple regression was used to test the extent to which professionalism, rewards and job satisfaction are significant predicators of organizational commitment (H8a and H8b). Given that professionalism is a known predictor of organizational commitment (Kathryn, 1979; Aryee et al., 1991) it was entered at Step 1, explaining a significant 6.4 per cent of variance in organization commitment (fD ¼ 19.93, po0.001). At
Step 2 the addition of the rewards score to the model accounted for an extra 12.2 per cent of the total variance explained and the model was still significant (fD ¼ 12.19, p ¼ 0.001). In the final model, when job satisfaction was introduced an extra and significant 29.70 per cent variance in organizational commitment was achieved (fD ¼ 29.70, po0.001). Collectively, in the final model we find that professionalism, rewards and job satisfaction are significant but weak predictors of organizational commitment (adjusted r ¼ 0.186, po0.001). Job satisfaction is still the best predictor of organizational commitment (b ¼ 0.324, po0.05) followed by professionalism (b ¼ 0.169, po0.05). We find that rewards are not a significant predictor of organization commitment (b ¼ 0.088, p40.05) (see Table VII ). The model as a whole is significant, (F(3,273) ¼ 22.032, p ¼ 0.000).
As we have noted in Table IV , the correlation between rewards and organizational commitment is the weakest. Also, there are significant variations in private and public sector pay (although this is not the subject of this study), implying that the reasons for staying committed to a specific employer (organization) are myriad and that rewards are just one consideration.
The diagnostic tests show that regression assumptions were not violated hence it is possible to draw generalizations from our model. Multicollinearity was tested at two (Table IV) . Second there were no tolerance values of o0.10 or variance inflation factor values above 10, indicating no multicollinearity. The Durbin-Watson statistic was 1.993, which justifies the assumption of independent errors or no serial correlation. Field (2009) advises that a Durbin-Watson statistic of o1 or 43 are not satisfactory, and should therefore raise alarm. The histogram, normal probability plot ( P-P) of the regression standardized residual and the scatter plot show no major deviation from normality and no outliers of more than þ 3.3 or À3.3 to cause concern (Tabachnick and Fidell, 2007) . In addition, the maximum values of the Mahalanobis and Cook distances were within acceptable ranges. Figure 2 and Table VIII show the structural equation model (SEM) and goodness of fit measures based on:
H8b The latent variables professionalism, rewards, and job satisfaction are correlated antecedents of the latent variable, organizational commitment.
The goodness of fit index (GFI) is 0.86, which is below the recommended level of 0.9 for a good fit (Browne and Cudek, 1993; Jöreskog and Sörbom, 1999) . The root mean square error of approximation (RMSEA) is also above the 0.05 level, confirming a weak fit.
Conclusion
This study set out to examine the applicability of the professionalism, rewards, job satisfaction and organizational commitments scales on CPAs in an emerging economy context. The results of the factor analysis show that the scales can be used for measurement of the phenomena, albeit with some adjustments. The findings also show that there is a high perception of professionalism amongst CPAs in Uganda. In this sense then, the objectives of the ICPAU have been met, in as far as creating a recognizable and self-regulating body, which also serves as a professional referent for the practice of accounting. In the case of organizational commitment, the results have shown that there are three key attributes, which the respondents identify with. These are sense of belonging, goal congruence and propensity to stay with the organization. Comparatively, we find that of the four variables in the study, organizational commitment has the lowest scores, especially with respect to propensity to stay with the current employer. The scale also provides a reliable measure of organizational commitment in Uganda.
When we consider private sector vs public sector CPAs, we find that job satisfaction is significantly lower among public sector CPAs, despite their professed organizational commitment. We surmise that there are underlying motivations that we are not able to tap that would account for this perceived commitment and this probably has to do with the dearth of employment opportunities in the economy.
We also fit two models to examine whether professionalism, rewards and job satisfaction are good predictors of organizational commitment. While our findings show that the resultant models are weak, the analysis points to job satisfaction as being the best predictor of organizational commitment. Rewards on their own are not a panacea to improving organizational commitment in emerging markets. CPAs choices reflect that it is important to improve job satisfaction which is low. This would involve creating a more enriching work experience and environment for workers. The SEM results also show that CPAs perceive a very weak relationship between professionalism and rewards.
There are several limitations of the study. First is the fact that our measurement is based on a cross sectional design and we are unable to observe repeated behaviour. Second is the problem of common methods bias as we are only able to use one method of measuring the concepts in the study. Our results are based on self-reported data, which is also ordinal. However, we attempt to deal with these problems through the use of scales that are well established in the extant literature and our model fitting is done at both the linear and structural levels. In this sense, our results, which are replicated in the models appear to be robust and support our conclusions. To purchase reprints of this article please e-mail: reprints@emeraldinsight.com Or visit our web site for further details: www.emeraldinsight.com/reprints
